Abstract
INTRODUCTION
The move towards the globalization of trade since the post-war period has had a dramatic effect on organizations and employees. Many countries have witnessed a boom in the establishment of single-industry resource (e.g., coal-mining) towns in geographically remote areas (Nadkarni & Stening, 1989) . Unfortunately, relatively little is known on the exact effects of community characteristics (e.g., cost and standard of living) on employees' satisfaction in such areas (Hulin, 1969) . Recent research, nonetheless, acknowledges that non-work aspects, such as life satisfaction, should be important considerations for organizations operating in remote settings (Nadkarni & Stening, 1989) . Surprisingly there is a lack of congruence regarding the definition of life satisfaction. While some researchers focus on a global assessment (e.g., Judge, Locke, Durham, & Kluger, 1998; Judge & Watanabe, 1993) other researchers concentrate on the various facets of life satisfaction (e.g., Andrews & Withey, 1976; Campbell, Converse, & Rodgers, 1976) . Diener (1984) notes that satisfaction with specific domains of life are consistently used in the subjective well-being literature, where domains that are closest to individuals' personal lives are the strongest indicators of life satisfaction. As the present study was conducted in an isolated coal-mining town with particular attributes not experienced in most settings (Oeser, 1976; Nadkarmi & Stening, 1989) , we focus on specific domains of life satisfaction such as satisfaction with the lifestyle, the educational, recreational, and medical facilities in the town (Diener, 1984) .
RELATIONSHIP BETWEEN JOB AND LIFE SATISFACTION
Researchers, in attempting to explain the linkage between job and life satisfaction, have proposed three theoretical models. These comprise the spillover, compensation and segmentation perspectives (Loscocco & Roschelle, 1991) . The spillover model suggests that satisfaction in one domain of an individual's life extends into other areas. This may be from life to job satisfaction or from job to life satisfaction. A positive relationship between the two is implied in this model. That is, employees who are satisfied at work are also believed to be happy in their non-work activities, while employees dissatisfied at work are believed to be unhappy in their non-work activities. Current research supports this positive relationship. Tait, Padgett, and Baldwin (1989) , for example, in a meta-analysis of 34 studies, observed the average corrected correlation between job and life satisfaction to be .44. Importantly, the spillover model implies that the job-life satisfaction and the life-job satisfaction causal sequence cannot occur concurrently (Schmidt & Bedian, 1982) . The direction of this relationship continues to be a source of debate. Dispositional explanations, for example, propose a 'spillover' (Schmitt & Mellon, 1980) of general affective states of life satisfaction to the job situation (Judge & Locke, 1993; Staw, Bell, & Clausen, 1986) . Conversely, Rousseau (1978) and Chacko (1983) contend that job satisfaction had a greater influence on life or non-work satisfaction than vice versa. They argued that this was explained by the valence or value individuals place on work in general. Recent empirical studies by Adams et al. (1996) and Judge et al. (1998) affirm this causal sequence.
The compensatory model, in contrast to the spillover model, contends a negative relationship between job and life satisfaction (George & Brief, 1990) . Specifically, employees experiencing dissatisfaction at work are more likely to compensate by engaging in satisfying non-work activities. Schmidt and Mellon (1980) note that employees in routine and boring jobs seek out interesting and fulfilling non-work roles. Although the causal direction is generally considered from negative work experiences promoting compensation in the nonwork domain, Loscocco (1989) also reports the role of job attitudes in influencing an individual's non-work sphere. The third model, segmentation, posits no linkage between job and life satisfaction. That is, employees are able to keep their work and non-work lives separate. This would be represented by a zero correlation between job and life satisfaction.
Although there has been a preponderance of empirical support for the spillover model, the ambiguity in the causal relationships between job and life satisfaction stems from the theoretical and methodological limitations of previous research. While Schmitt and Mellon (1980) , for example, employed cross-lagged correlations using longitudinal data, they noted the limitation of collecting data 1 year apart. Another study by Keon and McDonald (1982) using cross-sectional data highlighted misspecification problems (e.g., selecting only jobrelated variables) in predicting job and life satisfaction. Addressing limitations such as these (e.g., small sample sizes, inappropriate statistical analyses), Judge and Watanabe (1993) employed both cross-sectional and longitudinal approaches (between winter of 1972-1973: time 1 and 1977: time 2) . They concluded that the "relationship is positive and significant, and the constructs appear to mutually influence one another" (p. 947). Given the theoretical and empirical evidence, we also expect a nonrecursive relationship between job satisfaction and life satisfaction. We further expect job satisfaction to play a mediating role for other variables in the model.
Job Satisfaction
Job related variables relate to the work undertaken by the employees. It is hypothesized that they will have a direct impact on job satisfaction. Farrell and Rusbult's (1981) reward-cost paradigm provides a theoretical framework to explain the relationship between the job related variables and job satisfaction. Deriving from social exchange (Homans, 1961) and interdependence theories (Kelley & Thibaut, 1978) , Farrell and Rusbult proposed rewards and costs to be the discrepancy between the extent to which individuals value certain job factors and the job factors they receive on the job (see pages 80 to 82). Specifically, job satisfaction (SAT x ) is a function of SAT x = (R x -C x )-CL. The reward value of an association (R x ) is defined by R x = ∑(w i r i ), where r i is the employee's subjective estimate of the reward value of attribute i available from association X and w i represents its subjective importance. Job costs are represented by C x = ∑(w j c j ), where c j is the magnitude of the subjective costs of association X regarding attribute j and w j is the importance of the attribute in the association. CL refers to the average quality of expected outcomes. The combination of rewards and costs (R x -C x ) is termed the association outcome variable (O x ). Extending Farrell and Rusbult's model we also expect that job satisfaction will be influenced by non-work rewards and costs. As will be discussed, there is evidence to affirm the impact of various community variables on job satisfaction. Essentially, job satisfaction is therefore seen to increase as rewards increase and costs decrease (Rusbult & Farrell, 1983) .
In Figure 1 , job rewards (designated by the positive sign) comprise autonomy, coworker and supervisory support, pay, job security, and promotional opportunity. Conversely, job costs (designated by the negative sign) include role ambiguity, work overload, and routinisation. The first job reward, autonomy, refers to the control employees exert over their jobs as reflected in their decision making ability. The literature substantiates the positive link between autonomy and job satisfaction (Iverson & Roy, 1994) . Social support is the degree of consideration individuals receive from members of their social network. In this paper we focus on two types: co-worker and supervisory support. There is an abundance of literature linking co-worker support (Martin & Hunt, 1980; Price & Mueller, 1986) and supervisory support (Williams & Hazer, 1986; Mueller, Boyer, Price, & Iverson, 1994) to job satisfaction. Both job security and promotional opportunity are elements of an organization's internal labour market (Althauser & Kalleberg, 1981; Doeringer & Piore, 1971) . It is expected that where employees are in stable employment and have opportunities for career development, job satisfaction is increased (Arnold & Feldman, 1982; Iverson & Roy, 1994) .
Job stress comprises the two variables of role ambiguity and work overload. As role ambiguity relates to the lack of task-related information and work overload to the undue performance required on a job, they are posited to have negative impacts on job satisfaction (Mueller et al., 1994; Price & Mueller, 1981 . The final job cost variable of routinisation refers to the extent to which jobs are repetitive and boring. There is a large body of evidence to indicate that employees dislike their jobs when undertaking repetitive work such as in mining (Iverson & Deery, 1997; Price & Mueller, 1981 .
Personal variables refer to the dispositions, values and expectations that employees bring to the organization. Extrapolating from Farrell and Rusbult's (1981) investment model, we expect these variables to influence an employee's frame of reference for evaluating the quality of job outcomes. Research suggests that the mood dispositions of positive and negative affectivity impact on employee attitudes such as job satisfaction. In fact, the literature indicates that dispositional factors are primarily responsible for the temporal stability and cross-situational consistency of job satisfaction results (Agho Mueller, & Price, The University of Melbourne 1992, 1993; Levin & Stokes, 1989) . Employees who are predisposed to experience discomfort (negative affectivity) are more likely to dislike their jobs relative to employees who are predisposed to be generally happy (positive affectivity) (Agho et al., 1992 (Agho et al., , 1993 Iverson & Deery, 1997; Iverson & Kuruvilla, 1995; Judge et al., 1998) . Job values refer to the relative importance employees place on specific job characteristics, whereas job expectations pertain to the pre-entry ideas held by employees. Employees who, for example, highly value specific job factors are unlikely to have these fulfilled, which leads to a lowering of their job satisfaction (Kalleberg, 1977) . In addition, when employees' preconceived job expectations are not closley aligned with the job, satisfaction is decreased (Steers & Mowday, 1981) .
Environmental variables relate to the non-work setting. Alternative value (A y )is defined by Farrell and Rusbult (1981, p.81) as the "quality of the best available alternative to relationship X", whether this be, for example, alternative jobs outside the organization (i.e., job opportunity). Although Farrell and Rusbult originally posited (A y ) to affect job commitment, we also expect it to influence job satisfaction. Employees when confronted with attractive alternatives re-evaluate their own jobs (Mowday et al., 1992) leading to decreased job satisfaction (Iverson & Roy, 1994; Mueller et al., 1994) . The second environmental variable, industrial relations (IR) climate, reflects the fairness and the degree of co-operation between management and unions in solving common problems (Dastmalchian, Blyton, & Adamson, 1991) . As IR climate reflects some degree of participation by unions in decision making we classify it as a reward. IR climate has been characterised in terms of trust (Lorenz, 1992) , harmony (Iverson, 1996) and management style (Zeffane, 1994) . It is hypothesised that the more consensual the IR climate, the less likely that employees will face role conflicts between the organization and union. That is, not having to make an either/or choice should lead to increased job satisfaction.
Community variables refer to family and recreational issues. Loscocco and Roschelle (1991) , in a codification of the literature, note that these types of issues influence an employee's reaction to work. The first of these variables, community participation, focuses on the involvement in voluntary organizations of a community, such as churches, scouts, sporting clubs, local council and so on. Again, extrapolating from Farrell and Rusbult's (1981) model, we consider community participation as an investment I x = ∑(w k i k ), where i k refers to the size of investment of resource k in relationship X and w k refers to the importance of resource k. We expect this non-work investment to influence job satisfaction. This is affirmed by Iverson and Roy (1994) , who in a study of blue-collar employees from a pulp and paper manufacturer, observed community participation to be positively associated with job satisfaction. Conversely, the non-work cost of family isolation (as experienced by family members and employees) is expected to decrease an employee's job satisfaction (Nadkarni & Stening, 1989) . The lack of social contact with friends and relatives is compounded by both the size and location, as well as the harshness of the physical environment. The final three variables relate to work-family conflict demands. The first of these, external responsibilities, refers to the perceived personal and family obligations outside the organization. Kinship support reflects the degree of consideration expressed by immediate relatives and close friends as measured by aspects such as the ability to listen to job related problems, while kinship responsibility relates to the number of dependents (e.g., spouse, children, relatives). It is expected that external responsibilities and kinship responsibility (both non-work costs) create role tensions between work and family leading to decreased job satisfaction (Kossek & Ozeki, 1998) , while kinship support (non-work reward) acts as a buffer to increase job satisfaction (Loscocco & Roschelle, 1991) .
The University of Melbourne Life Satisfaction Diener (1984) , in a comprehensive review of the subjective-well being literature, noted a number of factors to affect life satisfaction. Of the job related variables in Figure 1 , pay, was suggested by Diener to increase life satisfaction. Diener concluded that "people who are wealthier than others tend to be happier (p.553). In the present setting, the large disposable income affords employees to purchase many luxuries that would not normally be available to them. The four personal factors in the model are hypothesized to influence life satisfaction. As previously discussed, both positive and negative affectivity are considered to be consistent across time and situations. Employees displaying positive affectivity tend to experience a sense of well being, self-efficacy, and positive affective states, whereas employees displaying negative affectivity (akin to neuroticism) tend to be subjectively distressed, unpleasurably engaged, and experience negative affective states (George, 1992; Watson Clarke, & Tellegen, 1988) . There is empirical support for the link between personality and life satisfaction (Diener, 1984; Judge & Locke, 1993; Judge et al., 1998) . The personal variables of job values and job expectations are anticipated to be negatively related to life satisfaction. Loscocco and Roschelle (1991) note that "employees' emotional well being suffers when they do not receive valued job rewards, such as substantive complexity, challenge, and autonomy" (p.207). In addition, we hypothesize that life satisfaction will be decreased when job expectations are unlikely to be met.
There is strong support for the role of community variables in determining life satisfaction. Diener (1984) suggested that social activity and contact are associated with subjective well being. Importantly, this is contingent on the constraints of the social setting. In the present study social activity is reflected by the variable of community participation, which is expected to increase life satisfaction (Goudy & Goudeau, 1981) . Conversely, social contact, as represented by our variable of family isolation, is anticipated to be inversely related to life satisfaction. The final three community variables, as previously outlined, are tied with workfamily conflict demands. Similar to job satisfaction, current research proposes both external responsibilities and kinship responsibility to decrease life satisfaction. Kossek and Ozeki (1998) , for example, in their meta-analysis observed family-to-work conflict (i.e., the extent to which family life interferes with work) and work-to-family conflict (i.e., the extent to which work interferes with family life) to have corrected correlations with life satisfaction of r c =-.25 and r c =-.35, respectively. We also expect a spillover between kinship support to life satisfaction by the ability of immediate relatives and friends to buffer job related problems (Leiter & Durup, 1996) .
Three control variables were used in this study: (ii) age; (ii) education; and (iii) tenure. Each of these three variables was included in the analysis to control for possible demographic variations (Diener, 1984; Iverson & Roy, 1994) .
The path diagrammatic representation of the model in Figure 1 contains positive (+) and negative (-) signs to indicate the hypothesised causal relationships between the variables. If high levels of a variable are hypothesised to lead to high levels of a second variable, a positive sign appears. Similarly, if high levels of a variable are hypothesised to lead to low levels of a second variable, a negative sign appears. For example, as previously discussed, it is hypothesised that employees who experience a high level of community participation will also experience high levels of job and life satisfaction.
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METHODS

The Research Setting and Sample
The location for this research was a private coal-mine in remote Queensland, Australia. The mine commenced operations in the late 1970s. It is an open-cut mine (using dragline method to remove overburden) with a washed product coal capacity of 4.7 million tonnes per annum. The mine produces high grade coking coal which is shipped to customers in Japan, France, Korea, the United Kingdom, Brazil, Taiwan, Germany, Romania, Belgium, and India. The lease on which the mine is located has marketable reserves of 236 million tonnes. The mining and preparation plant employs approximately 530 workers. The sample in the study were all male, and had an average age, tenure, and education of 38 years (s.d.= 9.21), 9.15 years (s.d. = 4.24), and 11.36 years (s.d. = 2.09), respectively.
The town in which employees reside is approximately 300 kilometers from the nearest urban center and was built by the multi-national mining organization that runs two mines in the area. The climate is harsh, arid and generally inhospitable, with temperatures frequently climbing above 40 degrees Celsius in summer. The town has a permanent population of 4,000. It has basic services and amenities, such as schooling from kindergarten to secondary level, a small shopping centre, an Olympic size pool, a sporting oval, and a hotel. There is also a community hospital, a local doctor, and a dentist who visits twice a week. Although housing styles are similar in physical appearance, size and layout, they have been designed to meet the demands of the harsh environment. The town has only one through street, where residential areas are a maze of curved roads designed to provide quiet sleeping conditions for the mine workers, many of whom are shift workers. Employees earn far above the average wage and have a large disposable income. In fact, employees are in the fourth highest tax bracket in Australia, with an annual after tax wage of approximately A$36,000. Moreover, most employees live in rented company accommodation and own new cars because of the long distance that is required to travel to the surrounding urban areas. In such a setting the organization and the environment are salient in the lives of the employees. The problems faced by such individuals will, by implication, influence working relations and thus the success of the organization in this setting.
Data Collection
A multiple-item (positively and negatively worded) survey was administered during working hours (including shift rosters) to a random sample of 400 mining and preparation employees. The survey was endorsed by management and the unions, where participation was voluntary. The response rate was 73%. A total of 286 questionnaires were used, after the listwise deletion of missing data.
Measurement
The variables used were constructed using established scales where possible. In addition, these scales have been found to be valid and reliable in previous research (e.g., Iverson & Roy, 1994; Mueller et al., 1994; Price & Mueller, 1986) . In some cases scales had to be shortened due to time constraints and requests made from management and the unions. All items were rated on a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). Cronbach's alpha (1951) was determined for multiple measures; the mean of all measures was .78. The dependent variable of life satisfaction was measured by a scale developed by the researchers. The rationale for this decision was due to the peculiar aspects of living and working in a remote community (Oeser, 1976; Nadkarni & Stening, 1989) . In focus group discussions, employees raised and prioritized factors that they considered reflected their overall life satisfaction. These factors were then operationalized to form a multiple-item measure. The scale formulated assessed employees' satisfaction with the educational, recreational, and medical facilities in the town, as well as with their lifestyle. Confirmatory factor analysis results (see Table III ) demonstrated that the fit of the one factor model was significantly better than the null model (∆ χ 2 (6) = 388.8, p<.001). In addition, the factor loadings (ranging from .66 to .76) indicated that each item accounted for substantial variance (50 % or more) of life satisfaction (Chin, 1998) . These results provided support for the convergent validity of the life satisfaction construct. Job satisfaction, the intervening variable, was operationalized using six items from Bayfield and Rothe (1951). Price (1997) , in a review of the job satisfaction literature, affirms the psychometric properties of this scale. Although developed nearly five decades ago, the Brayfield-Rothe scale is commonly employed in current organizational research (Iverson, 1996; Iverson et al., 1998; Moorman, 1993; Price & Mueller, 1981 ).
The job related variable of autonomy employed a three item scale from Tetrick and LaRocco (1987) , while both coworker and supervisory support were operationalized using adapted scales from House (1981) . The two stress variables of role ambiguity and work overload were assessed by scales from Rizzo, House and Lirtzman (1970) and Price and Mueller (1981) , respectively. Routinisation was measured using three items from Price and Mueller (1986) , while pay was based on fortnightly salary, after tax (Lawler, 1971) . Job security and promotional opportunity were assessed by the respective modified scales of Oldham, Kulik, Ambrose and Stepina (1986) and Price and Mueller (1981, 1986 ).
The personal variables of positive (e.g., 'I usually find ways to liven up my day') and negative affectivity (e.g., 'minor setbacks sometimes irritate me too much') were adapted from the Multidimensional Personality Index obtained from David Watson (see Agho et al., 1992) . Job values (e.g., 'it is very important to me to have opportunities such as variety on the job and involvement in decisions at work') and expectations (e.g., 'when I first started at the mine I expected to have opportunities such as variety on the job and involvement in decisions at work') were measured by single items (Iverson, 1992) . The environmental variable of job opportunity was measured using three items from Price and Mueller (1981, 1986) , while IR climate was evaluated using the 10-item harmony component of Dastmalchian, Blyton and Adamson (1989) . The community related variable of community participation assessed employees' membership and frequency of attendance at community activities (Martin, 1979) . The scale of family isolation was developed by the researchers (e.g., 'my family and I feel quite isolated living where we do'). External responsibilities was operationalized using the scale by Erwin and Iverson (1994) , while kinship support was assessed using a modification of House (1981) . Finally, kinship responsibility was measured using the scale by Blegen, Mueller and Price (1988) .
Data Analysis
We first employed the program of PRELIS (Jöreskog & Sörbom, 1993b) to transform the raw data. The PRELIS correlation matrix was then used as the input to LISREL. The statistical program of LISREL was used to estimate the model (Jöreskog & Sörbom, 1993) . LISREL allows us to correct for attenuation in random measurement error of manifest variables and provides both a statistical measure of goodness-of-fit and explained variance (R-square) of the model. In addition, the causal model can be decomposed into direct, indirect, and total effects via path analysis (Alwin & Hauser, 1975) . Finally, LISREL allow us to test for nonrecursive model estimates (Jöreskog & Sörbom, 1993 ) between constructs such as job and life satisfaction.
In LISREL it is generally recommended that the measurement model be assessed independently and before that of the structural model (Anderson & Gerbing, 1988) . In relation to the measurement model the convergent validity (i.e., the degree of association between measures of a construct) and the discriminant validity (i.e., the degree to which measures of constructs are distinct) were tested for constructs with multiple items using the procedures as suggested by Bagozzi and Yi (1988) . In testing for convergent validity we initially estimated the null model, then the one factor and finally the hypothesized model. The hypothesized model was found to significantly better fit the data than both the null (∆ χ 2 (333) = 10148.88, p<.001) and one factor (∆ χ 2 (272) = 6707.65, p<.001) models. This provided support for the convergent validity of the model. In addition, these results demonstrate that the probability of common method variance occurring is minimized (i.e., inflating relationship between constructs) (Podsakoff & Organ, 1986) . This is affirmed by the better fit of the competing models as they increased in complexity (Iverson, 1996; Korsgaard & Robertson, 1995) .
The discriminant validity was tested by calculating the difference between one model which allowed the correlations between the constructs to be constrained to unity (i.e., perfectly correlated) and another model, which allowed the correlations between the constructs to be free. This was carried out for one pair of constructs (with multiple items) at a time. For example, in testing the discriminant validity between life and job satisfaction, the first model which allowed the correlations to be constrained to unity was estimated: χ 2 (51) = 530.77, p<.001. The second model which allowed the correlations between life and job satisfaction to be free was also estimated: χ (1) = 17.1, p<.001) indicated that life and job satisfaction exhibited discriminant validity. The discriminant validity of all constructs in the model was confirmed. The measurement model was found to have a normed comparative fit index (CFI) (Bentler, 1990) of .84. Rather than focus solely on fit indices such as CFI, researchers suggest alternative ways of assessing model fit. Browne and Cudeck (1993) recommend using the root-mean-square error of approximation (RMSEA) which reflects the lack of fit of the model to the population covariance matrix. The RMSEA is bounded by 0 representing a perfect fit and .1 representing an unacceptable fit. We observed a RMSEA of .05, indicating a close fit of the model (Browne & Cudeck, 1993) . As the measurement model demonstrated an accepted fit, it was appropriate to estimate the structural model. The results of the structural model are contained in the following section.
RESULTS
Correlation Analysis
The zero-order correlation (LISREL) matrix shown in Table II indicates several significant bivariate relationships between the determinants, job and life satisfaction. Consistent with the model all variables but four (i.e., pay, negative affectivity, job values, and kinship responsibility) had significant associations with job satisfaction. In terms of life satisfaction, 11 variables were found to have a significant relationship. These included family isolation (r = -.32); kinship support (r = .30); routinisation (r = -.28); promotional opportunity (r = .28); job security (r = .25); external responsibilities (r = -.23); supervisory support (r =.22); IR climate (r=.21); autonomy (r = .19); coworker support (r = .16); and positive affectivity (r = .15). Thus, life satisfaction is enhanced when families can physically interact with friends and relatives and there is consideration expressed from family or close friends, supervisors and coworkers. When jobs are stable, varied, and employees have career advancement and decision making opportunities, where management and unions display a co-operative relationship, where employees have low personal obligations, and are generally happy life satisfaction is improved. In addition, both job and life satisfaction demonstrated as expected a positive correlation (r=.23). Saris and Satorra (1993) note that the issue of statistical power is especially important in structural equation modeling (SEM). Statistical power refers to the probability of rejecting a false null hypotheseis (Type II (β) error). When statistical power is insufficient, the ability to detect or reject actual false null hypotheses (i.e., meaningful effects) are negated. Mone, Mueller, and Mauland (1996) studying effect sizes from seven leading management journals between 1992 and 1994 reported that only around 50% of articles achieved acceptable power. We thus employed the SAS program by MacCallum, Browne, and Sugawara (1996) to calculate the statistical power of our model. This comprised inputting the null and alternative values of the RMSEA (ε 0 and ε a ) (see Browne & Cudeck, 1993 for discussion of ε 0 and ε a ), the α level, degrees of freedom and sample size. As the power estimate exceeded Cohen's (1988) recommended criterion of .80, the model was considered to have sufficient power to detect meaningful parameter estimates.
The Hypothesised Causal Model
Table IV displays the LISREL VIII results from the estimation of the hypothesised causal model. Ten variables were found to have statistically significant net impacts on job satisfaction after controlling for age, education and tenure. These variables explained 69 percent of the variance in job satisfaction. Routinisation (β =-.36) was found to have the greatest influence, followed in order of magnitude by IR climate (β =.24), promotional opportunity (β = .23), life satisfaction (β = .22), community participation (β =.18), work overload (β = -.16), family isolation (β =-.13), kinship support (β =.13), positive affectivity (β= .07), and negative affectivity (β =-.07). Job satisfaction is, thus, increased when employees' tasks have variety, harmony exists between management and unions, there are advancement opportunities, employees like their life, employees are involved in the community, performance requirements are not excessive, employees perceive both they and their family have acceptable contact with friends and relatives, employees experience support from immediate relatives and friends, and when employees generally feel enthusiastic, rather than experiencing aversive emotional states. In terms of life satisfaction, the three determinants of kinship support (β = .27), job satisfaction (β = .26), and family isolation (β =-.15) had significant effects. The more consideration from immediate relatives and friends, the greater employees' life satisfaction. When employees like their jobs and perceive their family as being less detached from friends and other relatives in the community, life satisfaction is also enhanced. Eighteen percent of variance was explained by variables in the model. Examination of the modification indices used to fit the LISREL model indicated that the fit of the model would not be significantly improved by estimating additional paths between the independent variables and job and life satisfaction. 
Path Analysis
A simplified causal model is presented in Figure 2 (χ 2 (408) = 881.52, p<.05; CFI=.91; RMSEA= .05). We estimated two models that evaluated the strength and direction of the relationship between job and life satisfaction. In the first model, we allowed the reciprocal effects to be free. The effect of job satisfaction on life satisfaction was positive and significant (β = .25, p<.05), as was the effect of life satisfaction on job satisfaction (β = .21, p<.05). To determine whether the effects were significantly different, the second model constrained these reciprocal effects to be equal. A chi-square difference test between the two models (χ 2 (2) = 12.42, p<.001) indicated that the effect of job satisfaction on life satisfaction was significantly stronger than that for life satisfaction on job satisfaction.
This model retains only those variables significantly related to life satisfaction (see Brooke & Price, 1989 , Iverson, 1996 , and Iverson et al., 1998 for a review of this strategy). All paths were statistically significant and in the hypothesised direction. The decomposition of direct, indirect, and total effects of the determinants of life satisfaction are contained in Table V . In relation to the significant total effects of the determinants on life satisfaction, the rank order of the variables is as follows: family isolation (-.37), kinship support (.28), job satisfaction (.25), routinisation (-.10), IR climate (.07), promotional opportunity (.06), work overload (-.04), positive affectivity (.03), community participation (.03), and negative affectivity (-.02). The demographic variable of age was also found to have a significant total causal effect of .03 on life satisfaction.
Job related variables
Work overload (-.16) Routinisation (-.42) Promotional opportunity (.23)
Personal variables
Positive affectivity (.11) Negative affectivity (-.07)
Environmental variables
IR climate (.28)
Community variables
Community participation (.14) Family isolation (-.15) Kinship support (.14) Life satisfaction Job satisfaction 
DISCUSSION
A basic aim of this research was to make a theoretical contribution to the job-life satisfaction literature by including community related variables, as well as considering the nature of the sample (i.e., coal-miners) and the remote context of the setting. Consistent with the model, the results suggest that job satisfaction has a positive and direct impact on life satisfaction. Although we found reciprocal effects between the two, the effect of job satisfaction on life satisfaction was significantly larger than that for life satisfaction on job satisfaction. Nonetheless, this clearly indicates that they are mutually reinforcing (Judge & Wanatabe, 1993) and suggests the need for organizations operating in isolated regions to be aware of both work and non-work environments. Job satisfaction was also found to mediate the impact of other job related, personal and environmental variables. As expected, community variables were most important in predicting life satisfaction in this isolated setting. A discussion of the theoretical and practical implications of these findings for firms functioning geographically remote communities follows.
The role of community characteristics is prominent in the study of remote communities (Hulin, 1969; Nadkarni & Stening, 1989; Oeser, 1976) . Nevertheless, apart from earlier studies such as Hulin (1969) , these types of variables have been omitted from current job-life satisfaction studies (Adams et al., 1996; Judge et al., 1998) . The most important determinant of life satisfaction in this study was family isolation. We considered this to be a non-work cost of living in such a geographical region. Family isolation focuses on the extent to which an employee and their family feel detached from friends and relatives. Isolation is a broad concept, with
The University of Melbourne physical and social dimensions. Social and emotional isolation have been associated with many problems, including stress, a sense of confinement (e.g., lack of transportation or available child-care), a perceived inability to escape, and even depression (Nadkarni & Stening, 1989) . Emotional isolation is particularly apparent for employee's partners, where a lack of employment opportunities exist (Oeser, 1976) , there is high mobility between neighbours which restricts the formation of primary ties (Cotterell, 1984) , and the culture is typically male-oriented (e.g., above average rates of alcohol consumption) (Williams, 1981) . Employees in the present study reported on average that they consumed at least 3 standard drinks of alcohol (200 ml glasses) most days of the week, which is well above the Australian average (Australian Bureau of Statistics, 1997) . In addition, as the town is so far away from the nearest urban centre, it is not easy for family members to meet regularly. This again exacerbates feelings of isolation. In terms of the practical implications, organizations are aware of the needs of their workforce in such settings. The current organization, for example, does provide a 'hardship' allowance to compensate for the deficiencies of life in such an area. Employees also receive extra personal leave, but surprisingly prospective employees and their families receive little to no cultural training on the town and the community they will encounter. This raises another major issue associated with isolated settings, the role of social support.
Kinship support relates to the coping mechanism that is provided by family and close friends. We expected that in the present research setting that the ability to listen and talk about job related problems, as well as depending on one's family and close friends when things get difficult on the job would increase life satisfaction. Current research has reported emotional support (e.g., listening to job related problems) to have a stronger relationship with life satisfaction than instrumental support (e.g., taking on extra household responsibilities) (Adams et al., 1996) . Our measure of kinship support focuses on the emotional dimension, which is not only important in buffering job stress, but also in countering the loneliness experienced by an employee, their spouse, and their children. This finding raises a practical implication. As it is unlikely that an individual will have a neighbour or group of friends within the town that are not employed at the mine, the organization must consider non-work activities (e.g., social events) that promote this support. This is a difficult task given the rotating shift roster worked by most employees and the transient nature of the workforce. This problem is further exacerbated by families suffering from a lack of privacy on the one hand, but wanting more social interaction on the other (Nadkarni & Stening, 1989) .
The third most important determinant was job satisfaction. This finding supports the argument that the valence or value employees place on work in general, influences their life satisfaction (Adams et al., 1996; Rousseau, 1978) . Hence, if organizations can develop strategies to increase job satisfaction, this will have a spillover effect to non-work satisfaction. In the current study, we found job satisfaction to mediate the impact of several job related, personal and environmental variables. The first of these was the job related cost variable of routinisation (Iverson & Deery, 1997) . Increases in the repetitive nature of work, lead to decreases in job satisfaction, and consequently decreases in life satisfaction. Because mining inherently involves repetitive work (e.g., dredging and preparation of coal), organizations need to consider ways in which to relieve this boredom. The present organization has instituted a 'work model' program that focuses on increasing employees' skill-base. Employees in the program are able to rotate to other jobs throughout the mine and are remunerated for acquiring new skills (e.g., from working in the preparation plant to becoming a dragline operator). Two other job related variables comprised the reward of promotional opportunity (Iverson & Roy, 1994) and the stressor (i.e., cost) of work overload (Mueller et al., 1994) . As mining work also tends to be unskilled, the opportunity for advancement is limited. This, coupled with the seniority system within the mine, creates problems in establishing career paths based on merit. The problem has been alleviated to some extent by the 'work model' program, but as this program is relatively new, more time is required to evaluate its impact. The mine has also recently implemented a bonus scheme to increase productivity. The scheme adds around 25 percent to employees' pay. The bonus system creates a dilemma for employees. It helps meet their financial motive for working at the mine, but at the same time dramatically increases their work load, impinging on the time available to be spent in community activities.
An interesting finding was the positive effect of IR climate on life satisfaction. We considered IR climate as a reward given the consultation and involvement of the unions in making job related decisions at the mine. Factors relating to the union environment such as IR climate have tended to be neglected in previous research. As the mine is completely unionized, it would appear that employees do not have to make an either/or choice between the unions and the organization. That is, having a harmonious and cooperative unionmanagement relationship reduces the role conflict experienced by employees (Deery, Iverson, & Erwin, 1994) . Two possible explanations may be posited for this finding-management leniency or the instrumentality of unions. First, in single-industry towns (which Kerr and Siegel (1954) termed the 'isolated mass'), employees (including managers and supervisors) tend to live and work together, thus 'personalising' their relationship and increasing their role visibility (Himelfarb, 1977 cited in Nadkarni & Stening, 1989 . As a consequence of this 'personalism', mangers find it difficult to delegate disciplinarian responsibility to forepersons, as they are reluctant to discipline employees who may be close friends, neighbours or even, in some cases, relatives (Lucas, 1971) . Moreover, managers faced with the increased role overload of also having to discipline employees find it to be a problematic and onerous task. An alternative explanation is provided by Deery, Erwin and Iverson (in press ), who in a study of unionized car assembly line employees found that when members considered their union as being effective in representing and advancing their interests they were more likely to regard the industrial relations climate as positive and to exhibit higher levels of organizational commitment and union loyalty. In fact, union instrumentality was observed to increase the performance of employees. In the present setting, unions (e.g., Construction, Forestry, Mining and Energy Union-CFMEU) have been part of the industrial landscape since the mine commenced operations. They have been extremely active (and at times very militant) in securing better working conditions and pay (e.g., fourth highest tax bracket in Australia). This occurred at a time when the world commodity price of coaking coal has been dropping significantly. The instrumentality of the unions is consistent with the Kerr and Siegel (1954) hypothesis, in that industries, such as mining, display a higher propensity for industrial conflict given the nature of the work, the relatively homogeneous workforce, and the isolation experienced from the general community. The unions have also played a major role in representing the interests of their members on working parties and joint consultative committees regarding reform (e.g., changes in work practices) at the mine. Although we have conflicting explanations, our results clearly show that a positive IR climate increases employees' job satisfaction, which in turn, leads to increased life satisfaction.
Employees displaying the dispositions of positive and negative affectivity had higher and lower life satisfaction, respectively. These findings reflect the current resurgence of the study of personality in organizational research (House, Shane, & Herold, 1996) . Although we hypothesized that positive and negative affectivity would have both direct and indirect effects on life satisfaction, we found only support for their indirect effects through job satisfaction. This contrasts with Judge and Watanabe (1993) who proposed that dispositional factors such as positive and negative affectivity should operate on job satisfaction via life satisfaction.
Recent research suggests that employees with positive dispositions may perceive the rigors of living in a remote mining community as a challenge, while those employees with negative dispositions may perceive it as a threat (Iverson, Olekalns, & Erwin, 1998) . This finding has implications for the recruitment and selection of employees. For example, it appears possible to use personality tests in selecting employees who are pre-disposed to being satisfied, even though they experience substandard working conditions (Davis-Blake & Pfeffer, 1989) . However, as Iverson and Erwin (1997) note, there is still conflict over the effects of positive and negative affectivity on organization and individual outcomes (e.g. performance, absenteeism, and accidents). Given the social and legal implications, more research is required on the role of personality traits in recruitment and selection (Iverson, 1996) .
Finally, the community variable of community participation also had an indirect effect on life satisfaction via job satisfaction (Iverson & Roy, 1994) . We argued that community participation be considered a non-work investment. Social involvement in voluntary organizations (e.g., sporting clubs, local council, political parties, churches) provides an avenue for employees to relieve the stress and boredom of the job. It also allows families to spend more time together. Unfortunately, participation is considerably restricted due to most employees in our study working to a rotating shift roster. Community involvement is further hampered by the organization not permitting employees to swap shifts. A consequence of this inflexibility is increased short-term absenteeism throughout the mine, presumably to allow more time for interaction within the wider community.
The present study is not without its limitations. We employed modified measures of some established scales (e.g., positive and negative affectivity, job values and expectations) due to both the time constraints imposed from completing the questionnaire during working hours and the involvement of management and unions at the mine. There are established multipleitem scales to measure these constructs in the literature (e.g., Agho et al., 1992; Lee, 1988; Quinn & Shepard, 1974) . Nonetheless, variables that utilized multiple-items did demonstrate acceptable levels of validity and reliability in the present study. Unfortunately, we were only able to utilize a cross-sectional rather than a longitudinal design in testing the causal ordering of the variables. Nevertheless, we did provide substantial support for the model. Although being neglected in the literature, we found confirmation for the community variables of community participation, family isolation, and kinship support and the environmental variable of IR climate. The generalizability of the results must be viewed with some caution given the relatively small sample size. However, we would argue that the hardship experienced by living and working in such a remote community would be fairly universal.
Notwithstanding the limitations outlined above, this study contributes to our understanding of life satisfaction. We identified that community characteristics of family isolation and kinship support should be afforded greater attention by both researchers and practitioners. In addition, we observed that the social well being of employees is directly linked with work activities. A strong positive relationship between life and job satisfaction was found. Job satisfaction was also observed to mediate the effects of routinisation, IR climate, promotional opportunity, work overload, family isolation, kinship support, positive affectivity, community participation, and negative affectivity on life satisfaction. Although a longitudinal design is required to conclusively test the reciprocity between life and job satisfaction, our results indicate that job satisfaction has a stronger effect on life satisfaction than vice versa. Nonetheless, this research serves to highlight the economic, social, and psychological factors encountered by employees working and living in remote geographical regions.
